The study examined the indicators and consequences of intimate partner violence on women's employment and associated types and levels of violence. Interviews were conducted with a consecutive sample of 90 women seeking a protective order. Actual and threatened violence was measured with the Severity of Violence Against Women Scales (46 items). Eight questions were asked about type of harassment experienced at the worksite. The results found most of the abused women had been employed at one time
(87%) and had also experienced harassment from an intimate partner related to their work (89%). Findings indicated lost productivity and reduced performance. The researchers concluded poor work performance, tardiness, and absenteeism may indicate an employee is suffering from intimate partner violence. T he prevalence of intimate partner violence (IPV) has reached epidemic proportions in America. Latest available figures from the National Crime Victimization Survey reveal that more than 960,000 reports of physical violence against a current or former spouse, boyfriend, or girlfriend occur in the United States each year, with about 85% of the victims women (Greenfield, 1998) . Earlier studies report higher prevalence. A cross sectional survey of American women in 1996 completed by the Commonwealth Fund found 3% of women in a married or cohabiting relationship reported domestic violence in the past year. When the 3% was projected to United States population figures, an estimated 3 million women experienced abuse. The higher prevalence is also consistent with the national survey of more than 8,000 families conducted by Straus (1986) .
Not included in prevalence statistics of abuse is the occurrence of harassment or stalking. Almost exclusively a crime experienced by women, stalking, as defined in the National Violence Against Women (NVAW) Survey (Tjaden, 1998) , includes repeated (i.e., two or more) occasions of visual or physical proximity; non-Physical abuse and harassment/stalking by an intimate partner greatly affects women's ability to receive and maintain employment, significantly jeopardizing earning capacity. consensual communication; or verbal, written, or implied threats that would cause a reasonable person fear. Using this definition, 81% of the women in the NVAW Survey stalked by a current or former husband or cohabiting partner were also physically assaulted by the same partner (Tjaden, 1998) . This confirms other studies that report stalkers are more likely to be violent if they have had an intimate relationship with the victim (Coleman, 1997; Meloy, 1998) . When stalking occurs in conjunction with IPV it is likely to end in severe violence or possible murder (DeBecker, 1997; Perez, 1993) .
EMPLOYMENT AND INTIMATE PARTNER VIOLENCE
At the worksite, women are more likely than men to be attacked by an intimate partner (U.S. Department of Labor [USDOL] Women's Bureau, 1996) . Furthermore, homicide is the number one cause of fatal injuries for working women, with 17% of these homicides committed by a current or former intimate partner (USDOL Women's Bureau, 1996) . Some studies have examined the effects of IPV on employment productivity. Friedman (1987) interviewed 50 employed abused women seeking professional counseling in an urban area. The study found 56% of the women reported losing at least one job and 54% reported missing an average of 3 days of work per month because of abuse. In a similar study, Shepard (1988) surveyed battered women in shelters and found 58% working at the time of the abuse, with work performance seriously compromised by absenteeism and tardiness related to the physical abuse. In a random survey by Lloyd (1997) including 824 English and Spanish speaking adult women, 20% of the women reported experiencing intimate partner abuse during the past year. Women reporting male violence were more likely to be unemployed, even though they wanted to be working, and to suffer more physical and mental health problems. Additionally, severity of abuse correlated with lower personal income in women reporting beatings or rape within the past 12 months. These victims earned an income $997 lower than women who had not experienced such abuse. Severity of abuse was associated with work limiting disabilities.
In addition to physical assault, studies document women's report of stalkinglharassing behaviors at the worksite. Surveys of abused women working at the time of the abuse indicated 40% to 56% of the women reported their partners had harassed them in person at work (Riger, 1998; Shepard, 1988; Stanley, 1992) . These same studies showed 55% to 85% of the women reported missing work because of the abuse, with 24% to 52% believing they lost their job as a result of the abuse. Sixty-two percent of the abused women in the Shepard (1988) and Stanley (1992) studies reported being late for work or leaving work early because of the abuse. Finally, 55% of the women in the Shepard (1988) study, 57% in the Stanley (1992) study, and 85% in the Riger (1998) survey reported missing work because of abuse.
Clearly, physical abuse and harassment/stalking by an intimate partner greatly affects women's ability to receive and maintain employment, significantly jeopardizing earning capacity. Some studies have measured worksite harassment/stalking of abused women and other studies have measured prevalence of abuse among working women. However, no study was identified correlating worksite harassment/stalking to type and extent of violence experienced by women outside the worksite. The Panel on Research on Violence Against Women, established by the National Research Council in 1995 at the request of Congress, recommended:
Although some of the direct effects of physical and sexual violence (and psychological abuse) on individual women have been fairly well documented ...there is very little information on lost productivity and reduced performance, on the job and at home, of victims of violence. Research is needed on lost productivity (Crowell, 1996) .
The purpose of this study was to extend research related to the consequences of violence by describing the type and extent of worksite harassment/stalking. Additionally, the relationship between worksite harassment/stalkingand type and severity of IPV was examined.
METHODS
This descriptive study was conducted in a district attorney's office specializing in family violence that assisted abused women in filing protective orders. All persons presenting to the office were routinely provided individual counseling and community referral information about violence. Following approval by the agency and institutional review board for human subjects and completion of informed consent procedures, the researchers interviewed a consecutive sample of 90 women applying for a protective order and meeting study criteria. Ninety women were interviewed over a 21 day period. Inclusion criteria included: • Intent to file a protective order against an intimate partner. • 18 years or older. • English speaking.
A total of 90 women signing an informed consent form were interviewed by a registered nurse in a private office, after meeting with the counselor or social worker. Five women refused to participate. The primary reason given for refusal was time restriction or pain from injury resulting from the violence. Researchers administered a violence assessment questionnaire and a worksite questionnaire. For each questionnaire the woman was asked to answer "for the last 3 months." A calendar was used to designate the 3 month time period.
VIOLENCE ASSESSMENT MEASURES Severity of Violence Against Women Scales

(SVAWSj
The SVAWS is a 46 item questionnaire designed to measure frequency and severity of abuse on two major dimensions : behaviors measuring threat of physical violence (19 items) and actual physical abuse (27 items) (Marshall, 1992) . Examples of threatening behavior include throwing an object at the woman, threats to destroy property, and threats to cause physical harm. Examples of physical abuse include being hit, kicked, MAY 2000, VOL. 48, NO.5 choked, burned, or forced into sexual activities. The possible scores range from 19 to 76 on the threats dimension and from 27 to 108 on the actual physical dimension. Included are nine factors or subscales that have demonstrated validity through factor analytic technique s: Symbolic Violence; Mild, Moderate , and Serious Threats (Threats of Violence Dimension); and Mild, Minor, Moderate, Serious, and Sexual Violence (Actual Violence Dimension).
For each behavior the woman responds using a 4 point scale to indicate how often the behavior occurred (i.e., 1 = never; 2 = once; 3 = few times [2 to 3 times]; 4 = many times [4 or more times]). Initial internal consistency reliability estimates ranged from .92 to .96 for a sample of 707 female college students and from .89 to .96 for a scale of 208 community women. Subsequent reliability for abused women was reported as .89 for the Threats of Violence Dimension and .91 for the Actual Violence Dimension (Wiist, 1998) . For the present study, reliability (coefficient alpha) was .91 for the Threats of Violence Dimension and .93 for the Actual Violence Dimension.
Worksite Harassment Assessment
Eight questions were asked about worksite harassment. The questions were drawn from a recent report to Congress (U.S. General Accounting Office, Health, Education, and Human Services Division, 1998) that reviewed studies of worksite harassment. These eight questions (Table I) were answered as yes or no to worksite harassment with four of the questions directly related to lost productivity (e.g., Have you ever rmssed work due to the abuse?). Additionally, one open ended question asked the women how the abuser prevented them from working .
RESULTS
Among the 90 women interviewed, 40% were Black, 30% White, 28% Latino/Hispanic, and 2% other. The women ranged in age from 18 to 52 with a mean of 32 years (SD = 8.0). Mean years of schooling was 12 years (SD =2) with 73% of the women having at least a high school education. The abuser was a current intimate partner (i.e., spouse or boyfriend) for 54% of the women and an ex intimate partner for the remaining 46% of the women . The women had known the abuser an average of 8.7 years (SD =7.1) with the first physical abuse occurring an average of 4.7 years prior (SD = 5.9). Some 73% of the women had children younger 218 than 18 years of age living with them. Most of the women (88 %) reported an annual family income of less than $30,000.
Extent of Harassment at Work
When asked if presently employed, 58% reported full time employment and 10% part time. When asked about previous employment, 87% of the women (n = 78) reported yes. Of the 90 abused women, 89% (n = 80) had experienced some type of harassment at work. Two of these women did not report previous employment because their abusers discouraged or prevented them from working. Table 1 presents the frequency of women responding yes to worksite harassment. A Bonferroni corrected alpha level of .006 (.05/8) was applied.
To determine the extent of worksite harassment experienced by this group of women, each positive response to the eight item questionnaire was tallied for each woman. Scores ranged from 0 to 8 with 90% of the women experiencing 1 or more episodes of worksite harassment from an intimate partner. Worksite harassment was positively correlated with actual physical violence (r =.35, p =.002) and threatened violence (r =.44, P < .0005). For harassment question No.8, almost half of the women (47%) stated the abuser had prevented them from working. The ways in which the abuser prevented them from working are listed in Table 2 .
Harassment At Work and Associated Severity of Abuse
A one way analysis of variance was employed to investigate if difference s existed in the severity of abuse between women who did or did not experience harassment from their intimate partners related to their work. Table 1 shows the mean scores of the two groups (yes harassment, no harassment) were significantly different for: • Question No.3 (i.e., Have you ever been late for work or left work early due to abuse?). • Question No.6 (i.e., Have you ever lost a job because of the abuse?). • Question No.7 (i.e., Has abuser ever discouraged you from working?). The threat of physical abuse was higher for women who had experienced work harassment as evidenced by question No.3 (F(l, 77) = 8.13, P = .006), question No. 6 (F( l , 78) = 19.17, P < .0005), and question No.7 (F(l , 79) =9.63, p =.003). Actual physical abuse was higher for women who had lost a job because of the abuse (question No.6) (F(l, 78) = 20.54, P < .0005). It should be noted that while large F statistics were found for the other harassment questions, the Bonferroni correction of alpha (.05) divided by eight questions kept the significance level low to control for Type I error.
DISCUSSION
This study found most of the 90 abused women had been employed at one time (87%) and had also experienced harassment from an intimate partner related to their work (89%). The most common outcome of work related harassment experienced was being late for work or leaving work early because of the abuse (65%). This consequence of harassment directly impacts women's employment and work productivity. Lost productivity and reduced performance were also indicated by the findings that abused women missed work (58%), lost a job (21%), or were prevented from working (47%) due to IPV. Furthermore, the actual violence and threat of violence was most severe for those women who had lost a job because of the abuse. While physical abuse was not significantly different within the other type s of harassment, threats of abuse were more serious for those abused women who were late for work, left work early, or were discouraged from working by their abusers . These findings indicate the potential impact on work productivity of threatening behaviors. Clearly threatening behaviors deserve the same attention as actual physical assault.
These results support previous research that found abused women's employment is jeopardized by IPV (Friedman, 1987; Lloyd, 1997; Shepard, 1988; Stanley, 1992) . Furthermore, the results concur with those of a continuing analysis of a community sample of abused women and associated employment status in which intimate partner abuse was not associated with current employment status. However, it was associated with more unemployment and job turnover in the past (Lloyd , 1999) . Similar results in a study by Browne (1999) stated abused women reported employment rates comparable to nonabused women . However, the abused women worked fewer hours . These results indicate that although the majority of the abused women worked, those reporting the highest levels of assault were also most likely to have lost a job because of the violence in their lives. Examining employment versus no employment is an insufficient indicator for IPV interference with work productivity. Rather, careful assessment of perpetrator harassment behaviors is required to adequately identify possible indicators of IPV and intervene appropriately.
When the abused women in this study were asked how the abuser prevented them from working, almost half (43.8%) stated the abuser left them without transportation to work by disabling the car or hiding the car keys. Six women (18.8%) stated the abuser kept them trapped at home by taking money needed for public transportation or locking and barring the door. Previous research has also shown similar results in which abused women were prevented from working by partners who sabotaged the women 's efforts to maintain work and work productivity (Raphael , 1996) . Some women in this study (12.5%) reported the injuries sustained from the IPV prevented them from working. One woman, a health records transcriptionist, recalled her husband attempted to break all her fingers so she would not be able to type and perform work duties.
WORKPLACE IMPLICATIONS
Poor work performance, tardiness, and absenteeism may indicate an employee is experiencing IPV. Occupa- MAY 2000, VOL. 48, NO.5 
Safety and Worksite Care Plans for IPV Victims
• Referrals to health care providers if the injuries sustained from the IPV are too serious to treat at the worksite.
• Referrals to the Employee Assistance Program (EAP) or mental health providers specializing in IPV care .
• Referrals to the criminal justice system to assist employees in filing assault charges against the abuser and/or apply for a protection order.
• Referrals to community agencies that assist victims of IPV (i.e., battered women's shelters, women's centers).
• Referral to the human resources department to assist employees in securing their financial status in the event abusers attempt to jeopardize benefits such as health care insurance coverage or electronic banking.
• Alerting coworkers and security personnel about the potential for stalking and harassment by the abuser so appropriate reports can be made. (This is especially important ifthe woman has a protection or restraining order against the intimate partner.)
• Allowing an abused employee time off to attend to the referrals listed above.
tional health nurses, managers, and supervisors need to be aware of the signs and symptoms of IPV. Additionally, occupational health nurses may want to provide educational programs for managers and supervisors about IPV alerting them to the possible relationship between IPV, work harassment , and poor performance . Appropriate nursing assessment and screening for IPV has been provided elsewhere in the literature (Duda, 1997; Fitzgerald, 1998) . These articles also address program and policy development to intervene and prevent workplace domestic violence. A flexible and empathetic work environment that recognizes and strives to prevent IPV also fosters employees' disclosure of IPV. Disclosure of IPV is the first step toward ending the violence. Once an employee discloses violence, a plan of care and safety can be made. The information in the Sidebar describes safety and worksite care plans for victims of IPV. Additionally, company wide educational efforts are essential to alert all employees to the signs of domestic violence. Routine articles in the company newsletter, brown bag luncheons, and readily available brochures and referral information can provide a climate of awareness. Making employees aware of company policies and procedures if violence occurs is an essential part of employee emotional well being. 
What Does this Mean for Workplace Application?
Violence against women by intimate partners is common. Abused women are frequently harassed at work via telephone or in person. In this survey of 90 abused women, the most common outcome of work related harassment was being late to work or leaving work early because of the abuse (65%).
This consequence of harassment directly impacts women's employment and work productivity. Lost productivity and reduced performance also were indicated by the findings that abused women missed work (58%), lost a job (21%), or were prevented from working (47%) because of intimate partner violence (IPV).
Poor work performance, tardiness, and absenteeism may indicate an employee is experiencing IPV. Occupational health nurses, managers, and supervisors must be aware of the signs and symptoms of IPV and offer appropriate nursing assessment, screening, and referral.
STUDY LIMITATIONS
The limitations of this study are that the women met the eligibility criteria of speaking English and applying for a protective order. Further research is needed on non English speaking persons who have been victimized, as well as women not choosing to file a protection order. Women in this study may not be representative of abused women. Additionally, this study was conducted in an urban area with an agency sample. Replication is essential in rural settings with diverse ethnic groups. Furthermore, the study relies on self reports which may cause under reporting or over reporting because of inadequate recall or lack of voluntary disclosure. No attempt was made independently to confirm any of the information. Future research should examine the incidence of IPV in the lives of employees with poor work performance. Finally, this study lacks a comparison group of work productivity among nonabused women. Therefore, no cause and effect statements can be deducted.
